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Abstract 
The present research aimed at investigating the relationship between job 
insecurity and stress. Two studies were conducted in the present research. 
Study 1 focused on the main effects of conflict resolution behaviors 
(accommodation, avoidance, collaboration, compromise and competition), 
harmony motives (traditional value, efficiency loss and self-serving) and job 
insecurity on stress. 197 participants were recruited in study 1. It was found 
that job insecurity could significantly predict the presence of stress. None of 
the conflict styles were found to significantly predict stress. While the 
harmony motives of value predicted significantly the absence of stress and the 
motive of self-serving significantly predicted the presence of stress. Study 2 
attempted to identify the moderators for the job insecurity-stress relationship. 
The proposed moderators included social support (family, friends, significant 
others and supervisor) and self-efficacy. Besides, the main effects of job 
insecurity, social support and self-efficacy on personal striving were also 
investigated. 108 participants were recruited in study 2. The relationship 
between job insecurity and stress was successfully replicated. Self-efficacy 
was found to be a significant predictor of stress and personal strivings. Self-
efficacy significantly predicted the absence of stress while at the same time 
predicted the presence of personal strivings. The subscale of family, friend and 
supervisor were found to have moderating effects on the relationship between 
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job insecurity and stress; also on the relationship between immediacy and 
personal striving. 
4 














Conflict styles, harmony and stress 
Introduction 
The economic crisis beginning from mid-1997 has had a worldwide 
effect which is detrimental to most developing and developed countries. Hong 
Kong is one of those being affected. The turmoil in the stock market and 
property market caused the economic depression, hundred thousands of 
employees have paid their price by loosing their jobs. From one recent news 
report, the unemployment rate is about 6.3% of the total population. About 
one hundred and ninety thousand are currently jobless. Those who survive the 
lay-off are also threatened by the possibility of salary cut. Some well 
established companies in Hong Kong, e.g. Hong Kong Telecommunication and 
Tom Lee Co. Ltd propose the elimination of yearly bonus. Both the threat of 
being laid-off and salary cuts will result in stress for working class people. 
There are studies demonstrating the harmful effect of job stress on employees' 
psychological and physical health (Jacobson, 1987). Job-related behaviors are 
affected. Lower job satisfaction, poorer job performance, higher turnover rate 
and absenteeism are common behaviors resulting from job stress (Gupta & 
Beehr, 1979; Chisholm, Kasl & Eskenazi，1983). In the end，the overall 
performance of the company is at stake. 
The behaviors of the employees under job stress are identified by the 
above studies. The two studies included in the present research attempt to 
investigate the relationship between job insecurity and stress. In study 1， 
cultural-related variables are examined. Conflict resolution behaviors 
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(accommodation, avoidance, competition, compromise and collaboration) and 
harmony motives (traditional values, self-serving and efficiency loss) among 
Hong Kong Chinese are chosen to be the cultural-related variables. The main 
effects of job insecurity, conflict resolution behaviors and harmony motives on 
stress are investigated. Besides, the effect of job insecurity on conflict styles 
and harmony motives are investigated also. In the second study, I attempt to 
identify the moderators of job insecurity. The proposed moderators in the 
present study include social support and self-efficacy. The results and 
implications will be discussed in further details. 
Study 1 
The main focus of study 1 is to investigate the effect of perceived job 
insecurity on stress, while at the same time investigating the possible effects of 
harmony motives and conflict styles on the relationship between job insecurity 
and stress. As mentioned before, Hong Kong is in an economic crisis. The 
fear of "job loss" and "job insecurity" are major sources of stress for the 
working class people (Burke, 1988). In the present study, it is hypothesized 
that certain motives for maintaining harmony and conflict resolution behaviors 
will be predicted by the presence of job insecurity. More to that, harmony 
motives and conflict styles will be investigated with respect to their influences 
on the stress experienced by Hong Kong people. 
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There are many studies on conflict and conflict-resolution in the past 
decade. Researchers found different preferences for conflict-handling 
behaviors in different cultures (Leung, 1987; Kirkbride, Tang & Westwood， 
1991; Trubisky, Ting-Toomey and Lin, 1991; Ohbuchi & Takahashi, 1994). 
Hence, the present research focuses on the conflict resolution preference of the 
Chinese people, specifically the workers in Hong Kong. In Hong Kong, as part 
of China, people are influenced by Chinese culture, which emphasizes the 
importance of harmony. Therefore, the present research also looks at the 
influence of harmony on Hong Kong people's preference of conflict resolution. 
Job insecurity and stress 
Job insecurity and the resulting stress are the major interests in the 
present research. Job insecurity is "a concern about the future permanence of 
the job, or sometimes a concern about a significant deterioration in conditions 
of employment" (Hartley & Klandermans 1986). Job insecurity can be 
identified in several dimensions: the loss of present job, loss of job features, the 
fear of powerlessness. The stressor job insecurity "evokes strains which could 
be investigated in terms of reduced psychological well-being for those affected" 
(Vuuren & Klandermans，1990, p.133-146). Stress is one of the results from 
job insecurity that might affect the well-being of individuals. Stress, as defined 
by Lazarus and Folkman (1984), is "a particular relationship between the 
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person and environment that is appraised by the person as taxing or exceeding 
his or her resources and endangering his or her well-being" (p. 839). 
There have been researches on the stressful effects of job insecurity. 
Vuuren and Klandermans (1990) conducted a study with the Dutch metal 
workers to investigate the effect of job insecurity on stress. They found that 
the perceived level of job insecurity is related to impaired psychological well-
being. Employees who experience a high degree of job insecurity have lower 
job satisfaction and weaker commitment to the organization than employees 
who do not feel threatened. Employees who feel very insecure about their jobs 
have more psychosomatic complaints and are more depressed than employees 
who feel less insecure about their jobs. 
Other studies indicate that job insecurity appear to be similar to job loss 
itself. Edpolo and Sarchieli (1987) compared the emotional well-being of 
individuals who have lost their jobs with the survivors in the same organization. 
They found no difference between the two groups. Interestingly, the level of 
emotional well-being is extremely low in both groups. In the current economic 
difficulties, some of the managers and professionals can no longer be sure 
about their jobs. Especially those who receive high salary but their job nature 
can be taken over by the less senior workers. They are exposed to high 
possibility of being laid-off, since the company can pay lower wages to hire 
less senior workers to perform the same job (Edpolo et. al, 1987). Researchers 
have suggested that this dramatic change in expectations of previously 
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guaranteed employment has a marked psychological impact on those affected 
(Burke, 1988). These effects can be seen in managers and professionals, who 
have lost their jobs, and managers and professional who are insecure about 
their jobs. Managers and professionals who loose their jobs indicate a sharp 
increase in depression, anxiety, and poor emotional health and social 
functioning (Leana and Ivancevich, 1987; Fineman, 1983; Latack and Dozier, 
1986). 
To conclude, past research demonstrates that job insecurity will lead to 
harmful effect on the employees (Lim, 1996). Stress, is one of the possible 
harmful outcomes. 
Hypothesis 1: It is hypothesized that perceived job insecurity 
significantly predict the presence of stress among Hong Kong Chinese. 
Cultural-related variables: Conflict styles and harmony motives 
Hong Kong, being one of the identified collective countries (Bond, Leung 
& Wan, 1982; Leung, 1987; Chiu, 1990; Triandis，Chen & Chan，1998), 
shares in collective behaviors and traditions. Hence, the influence of the 
collective belief cannot be excluded when studying the behaviors of the Chinese. 
In the present study, two cultural-related variables are included. They are the 
conflict resolution behaviors and harmony motives among the Chinese. 
Before discussing the cultural preference of conflict styles and the idea of 
harmony among the Chinese, it is necessary to look into the value which 
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distinguishes the Chinese culture from the Western culture: Collectivism. 
Collectivism is widely reported (e.g. Chinese Culture Connection, 1987; 
Hofstede，1980; Westwood and Everett, 1987) as being a significant 
characteristic of Chinese culture. Collectivism implies a strong orientation 
towards some social groups: family, clan, kinship group, community, and 
society (Goodwin & Tang，1995). It is naturally contrasted with the 
individualism and egocentrism said to characterize the West. 
The collectivist position, has implications for relationships within 
organizations. In problem situations or non-routine situations, including 
conflict and negotiation, there may be a tendency to locate the issue in terms of 
its importance for the group, organizational unit, or even society at large (Bond 
& Smith, 1996). There are efforts to avoid antagonisms that unsettled the 
group or that place the individual in confrontation with his/her group. The 
individual must remain mindful of the collective interest; all issues must be 
viewed and acted upon in that light. Again, there is a moral pressure to avoid 
behaviors that might be conceived of as counter to the collective interest. 
The above suggests that the value patterns associated with collectivism 
will be likely to lead to the avoidance of conflict. Yet, there are still lots of 
studies investigating the cultural effect on the choice of conflict resolution 
behaviors. 
Kirkbride et al. (1991) survey nearly 100 Hong Kong managers and 
management students. Their preferred conflict management styles are 
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compromising and avoiding. Similar results are obtained by Ohbuchi and 
Takahashi (1994)，where the researchers ask Japanese and U.S. students to 
describe conflict situations they experience and how they resolve them. The 
Japanese most frequently report avoidance, whereas the Americans use direct 
bilateral confrontation of the issues. 
In a further study, Leung (1987) presented additional data to clarify why 
the different preferences are held. One needs to remember that both Hong 
Kong and the USA have British style adversarial justice systems, so that 
preferring the inquisitorial mode the Chinese respondents are actually rejecting 
the system already existing in their society. Leung found that the modes of 
conflict resolution favored by his Chinese subjects are those that they think 
most likely to reduce animosity. Although inquisitorial investigation is 
preferred over adversarial adjudication, more informal procedures such as 
mediation and bargaining are even more strongly preferred. These studies 
therefore favor the view that the preservation of harmony is a major goal in 
collectivist cultures such as Hong Kong. Indeed, Leung went on to show that 
his subjects who score higher on a measure of interdependent values are those 
who perceive mediation and bargaining as more likely to lead to the reduction 
of animosity. 
A similar result was found by Trubisky, Ting-Toomey and Lin (1991) 
who compared the preferences of Taiwanese and American students as to how a 
conflict within a student group should be resolved. The Taiwanese students 
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favor the use of conflict resolution styles identified as “obliging，，，"avoiding", 
"integrating", and "compromising". In the United States, the use of these 
styles is lower, while preference for the style identified as "dominating" varied, 
depending upon the personality of each individual American. 
Another crucial value among the Chinese culture is the concept of 
harmony. Harmony is a central Confucian precept that has come to occupy a 
dominant position in a Chinese value system (Gabrenya & Hwang，1994). 
Confucianism stresses harmony between heaven and earth, between people in 
their social relationships and within the person. Harmony in all social 
relationships is stressed in the concept of "Chung Wo"(中禾口) from the 
Doctrine of Mean which prescribes the need for every individual to behave in 
ways consistent with the good order and harmony of the society. People are 
urged to control their own emotions and to avoid conflict, competition and the 
confusion that may follow (Hsu, 1949). As a core value, harmony creates a set 
of social requirements and expectations, which leads Chinese people to avoid 
open displays of aggression and confrontation. People are expected to strive 
for the maintenance of harmonious relationships and not to upset the 
equilibrium of society. Thus, assertive styles of competing will be anathema 
and this value will naturally lead to the preference for compromising or 
avoiding styles. 
Leung and Wu (1998) attempt to investigate the importance of 
maintaining harmony in the workplace. The researchers look at the motives of 
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maintaining harmony from two perspectives: Value system and actual behavior. 
They contend that it is difficult to identify which kind of behavior as 
maintaining harmony. It is necessary to consider the motivation, the behavior 
and the outcome of the behavior in identifying the behaviors of maintaining 
harmony. They identify "real"(真）and "fake"(假）attempts for maintaining 
harmony from the behavior perspective. "Real" attempts of harmonious 
behavior requires both parties to put aside personal interest and both sides need 
to be equal in status. People with "fake" attempts tend to use harmony as a 
kind of tool to promote self-interest and can only maintain superficial 
relationships with others. They further investigate the motivation behind 
maintaining harmony from the "real" and "fake" perspectives. Two major 
motives are found in the study of Leung and Wu (1998): Efficiency loss and 
self-interest. They find that people employing different motives of maintaining 
harmony will prefer different kinds of conflict styles. Further explanations of 
these motives will be discussed in greater details in the following section. 
It is suggested in the present study that collectivism and harmony combine 
to create a social pressure and expectation which influence Chinese people to be 
less openly assertive and emotional in conflict situations. Thus they naturally 
lead to the adoption of high compromising, avoiding and accommodating 
behaviors and a relatively low preferences for competing and assertive postures. 
The cultural imperative towards harmoniousness, group-minded, relationship-
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centredness and the need to maintain interpersonal equilibrium militates against 
the adoption of open confrontational and overtly competitive styles of behavior. 
Job insecurity and conflict resolution 
The cultural preferences of conflict resolution behaviors are discussed in 
details in the previous section. The present study aims at examining the effect 
of job insecurity on the choices of conflict styles among the Hong Kong 
working class. In this section, I will first discuss the concept of conflict 
resolution and its relevance to the present study. Then I will try to relate job 
insecurity to the preference for conflict resolution behaviors. 
Conflict resolution is one of the major research interests in the present 
study. Conflict resolution refers to the behavior that individuals, groups or 
social units employ to cope with the conflicting interests and positions. By 
definition, conflict-handling behavior is a purposeful or goal-directed activity 
(Carsten & Evert，1997). In a conflicting situation, both parties have the same 
intention; both want to solve the conflict with the best outcome. In order to 
look into Hong Kong people's preference for conflict resolution, a framework 
is needed for describing potential conflict-handling orientations. Perhaps the 
most well known and widely accepted model is that of Thomas (1976) which 
identifies five different conflict-handling styles (competing, collaborating, 
compromising, avoiding and accommodating). All of them resulting from 
different levels and mixtures of assertiveness and co-operativeness. 
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In one of Deutsch's study (1973)，he discusses the five conflict styles. 
Competing is a power-oriented mode in which one pursues one's own concerns 
at the other person's expense in a manner that is both assertive and 
uncooperative. Collaboration is an assertive and co-operative approach where 
one party attempts to work with the other party in an effort to find an 
integrative and mutually satisfying solution. Avoiding occurs when one is 
unassertive and uncooperative. Interests are not articulated and the conflict is 
postponed to re-surface at a later stage. Accommodation represents a mix of 
cooperativeness and unassertiveness and occurs when one neglects one's own 
concerns in order to satisfy the concerns of the other party. Compromising 
represents an intermediate position in terms of both assertiveness and co-
operation and a situation where both parties satisfy at least some of their 
concerns. 
Vuuren and Klandermans (1990) found that insecure employees display 
more signs of avoidance as a coping behavior. When the employees are 
insecure about their jobs, they will tend to avoid problems. Previous research 
has also suggested that job insecurity experience is imbued with much 
ambiguity and uncertainty as employees anticipate a curtailment in their job 
features or a total loss of their job (Greenhalgh & Jick，1989). Under such 
conditions of ambiguity, reduction in communication channels and withdrawals 
from others, especially withdrawing from the supervisor at workplace may be a 
common response (Erera, 1992). With respect to the conflict styles suggested 
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by Deutsch (1973), the level of assertiveness and co-opertation will require 
communications and interaction with others. 
Conflict, as suggested, is inevitable in everyday interaction with others, 
especially in the work settings (Carsten & Evert，1997). Conflict can exist 
among colleagues, subordinates and supervisors. There are studies 
demonstrating the different preferences of conflict resolution behaviors when 
confronted with colleagues, subordinates and supervisors (Lee, 1990; Lourdes, 
Pedro & Miguel, 1997). In general, it is found that subordinates tend to 
collaborate and compromise with their supervisors. At the same time， 
subordinates tend to compete with their co-workers. In an insecure working 
environment, relationship with supervisors will be important to employees' 
continuity of the work (Lim, 1996). Hence, in the present study, I focus on 
the subordinates' choices of conflict styles when confronting conflict with their 
supervisors. 
Hypothesis 2: the perceived job insecurity will significantly predict the 
use of accommodation, avoidance, compromise and collaboration when 
employees have conflict with their supervisors. 
Job insecurity and harmony motives 
Another research interest to be addressed is about the relationship 
between job insecurity and harmony motives. Study on harmony motives is 
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Still in the preliminary stage. The concept of harmony motives in the present 
study mainly borrows from the study conducted by Leung and Wu in 1998. 
According to the study conducted by Leung and Wu (1998), the 
researchers interview 37 people in Hong Kong and identify two motives for 
maintaining harmony. They are efficiency loss and self-serving. The motive 
of efficiency loss refers to the belief when confronting conflict, the choice of 
maintaining harmony can avoid further conflict and future problems. However, 
the situation may get worse if both parties or one of which chose to avoid the 
issue (Leung et. al, 1997). Feeling of unfairness, unjust, disappointment and 
the possibility of further problem might arise (Deutsch, 1992). All of these 
may worsen the situation. In an insecure working condition, employees may 
try to avoid conflict (Lim, 1996). In the end, the conflict may not be solved 
effectively but even lead to further conflict (Leung et. al, 1997). 
Hypothesis 3: It is hypothesized that perceived job insecurity 
will significantly predict efficiency loss as the motive of 
maintaining harmony in the workplace. 
The other motive for maintaining harmony identified by Leung and Wu 
(1998) is the motive of self-interest. Being able to maintain harmony among 
people surrounding us can be considered as beneficial to our positions, 
especially in the work place (Leung et. al, 1997). When conflict exists between 
one person and his or her supervisor, a decision to maintain harmony can avoid 
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making a bad impression on the supervisor. Besides, maintaining harmony can 
avoid hatred or future problems. Because one can never be sure that one needs 
any help from others in the future (Leung et. al, 1997). If one really needs to 
seek help from the other person that once has some arguments, then it is likely 
that the person will not get any help. In order to secure one's job, it is likely to 
maintain a good relationship with supervisor and colleagues. 
Hypothesis 4: It is hypothesized that perceived job insecurity will 
significantly predict self-serving as the motive for maintaining harmony in 
the workplace. 
The present study examines one more potential motive, the traditional 
chinese value. Culture is a system of shared values that both guides behaviors 
and provides a mean for constructing and attributing meaning (Bond & Smith， 
1996). One of the traditional Chinese values is to maintain harmony among 
family members, colleagues and people that one is interacting with (Westwood 
et. al, 1992). However, under an insecure working condition, the employees' 
persistence on traditional values will be questionable. They are more 
concerned with the job itself (Leana & Feldman, 1988). In the present study, 
the effect of job insecurity on traditional values will be investigated. 
Hypothesis 5: It is hypothesized that perceived job insecurity will 
significantly predict traditional values as the motive of maintaining 
harmony. 
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Conflict resolution and stress 
In the present study, the relationship between conflict-handling 
behaviors and stress is investigated. It is hypothesized that certain conflict 
styles will lead to the presence of stress. This is because some less assertive 
conflict styles like avoidance, accommodation, compromise and collaboration 
preferred by the Chinese culture lead to a lower level of stress being 
experienced (Westwood, Tang & Kirkbride, 1992). Others are more assertive 
and less preferred by the Chinese people, for example competition. The choice 
of competition may invoke relatively higher level of stress on the individuals. 
Hypothesis 6: It is hypothesized that the choice of competition will 
significantly predict the experience of stress, at the same time the choices 
of accommodation, avoidance, compromise and collaboration will 
significantly predict the absence of stress in the workplace. 
Harmony motives and stress 
Another major interest in the present study is to examine the 
relationship between harmony motives and stress. To maintain harmony, 
especially in the work place is important for the Chinese. The motives for 
maintaining harmony may lead to different levels of stress. If people maintain 
harmony as they accept it as traditional value, then the stress experienced will 
be lower. However, when they believe that maintaining harmony can bring 
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them advantages, then they will be stressful since they are concerned with the 
return. People who believe that maintaining harmony will lead to the loss in 
efficiency may not experience stress since they do not mind about maintaining 
harmony since harmony is non-beneficial. 
Hypothesis 7: It is hypothesized that the harmony motives of self-serving 
will significantly predict the presence of stress in the workplace. 
The objective of the present research 
Conflict resolution, harmony motives, job insecurity and stress are the 
major interests in the present study. 
Being Chinese, we cannot deny the fact that we are nurtured with 
Chinese values. "Harmony" is one of the most important and pervasive values 
in the course of Chinese tradition. Our relationship with other people, for 
example family members, classmates, colleagues, and supervisors. These 
teachings predispose the Chinese to prefer avoidance, accommodation and 
compromising when they confront conflict with their boss. 
Besides, the present study explores the relationship between stressors 
and conflict-handling behaviors. Under the stress of being laid-off, workers are 
very much concerned with their jobs. It is interesting to see how they would 
choose among different conflict-handling behaviors and the resulting stress 
level. The relationships among conflict styles, harmony and stress are of great 
concern because different choices of conflict styles and harmony motives would 
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result in different levels of stress with respect to the effect of job insecurity. 
Hence, the health status of the employees may affect their performance and job 
satisfaction (Vuuren & Klandermans，1990). The health status of the current 
employees is important in the sense that their health status would affect their 
job performance and relationship with people in their social environments. If 
stress could be identified with different choices of conflict styles and harmony 
motives, then the employees could be trained to employ different strategies and 
to be educated with the message of positive harmony motives to reduce the 
stress they might experienced. 
Method 
Participants 
The participants were recruited at the street in Hong Kong according to 
several criterions. The participants needed to be employed at present, aged 
from 20-60 and only Chinese were recruited. Both sex were included in the 
study and their marital status was not considered. Data were collected at two 
commercial areas, mainly in the shopping malls in Hong Kong: Mong Kok and 
Sha Tin. There were four sessions of data collection, two Saturday afternoon 
and two weekdays afternoon. Of the 220 questionnaires being distributed, 14 
were rejected by the participants. A total of 206 questionnaires were collected. 
There were 102 men and 104 women, aged from 20-61 (M = 32.4 士 6.0). 
Nine participants failed to complete the whole set of questionnaire and their 
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data were subsequently eliminated from all analyses, leaving a total sample of 
197. On the whole, the education level of the participants was as follows: 50% 
had either tertiary or university education (n = 97), 47% had secondary 
education (n 二 94) and 3% had primary education (n 二 6). All were 
employed, and included service industry (n 二 6¾, professional (n = 42)， 
manufacture (n = 20), government (n = 19)，construction (n = 13)， 
transportation (n 二 12)，and others (n = 20). The remaining two were self-
employed or operating small businesses. The monthly salary of the participants 
ranged from below HK$10,000 to above 30,001: 28% had below 10,000 (n = 
56), 47% had 10,001-20,000 (n = 92)，14% had 20,001-30,000 (n = 27) and 
11% had more than 30,001 (n = 22). 
Measurements 
Conflict styles. It was a self-reported questionnaire, asking the 
participants to think about what they would do when they were in conflict with 
their supervisors. The scale was borrowed from those used by Leung et al. 
(1997). There were 54 questions in the original version and they were written 
in Chinese. Each question was a statement about the behavior of specific 
conflict style and participants had to rate each question on a five point Likert 
scale, ranged from 1 (strongly disagree) to 5 (strongly agree). The participants 
were instructed to think about having conflicts with their immediate boss when 
they rated the items. Five major conflict styles were measured in the present 
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Study. They were avoidance, accommodation, competition, collaboration and 
compromise. In the pilot study, 40 questionnaires were collected. Base on the 
factor analytic work, five factors were identified and the structure was the same 
as the original. For ease of administration, the items for each conflict style 
were diminished. Seven items with the highest loadings on each conflict style 
were retained, resulting in a 34-item scales version (for the conflict style of 
accommodation, there were 6 items only). The reliability alpha of the final 
version was 0.82. The reliability alpha for each subscale was as follows: 0.75 
for accommodation, 0.78 for avoidance, 0.81 for compromise, 0.77 for 
competition and 0.64 for collaboration. 
Motives of Harmony. The scale was originated from the scale used by 
Leung et al. (1997). The original version consisted of 42 items in Chinese. 
Each item was about the motive of maintaining harmony and participants had to 
rate each statement according to a five point scale, ranged from 1 (strongly 
disagree) to 5 (strongly agree). Three major motives for maintaining harmony 
were measured. They were the motive of value, efficiency loss and self-
serving. The data collected from the pilot study was submitted to factor 
analysis and the factor structure was the same as the original one. Ten items 
were chosen for the motives of value and efficiency loss, 9 were chosen for the 
motive of self-serving with reference to the factor loadings. The final version 
consisted of 29 items. The reliability alpha of the scale in the present study 
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was 0.72. The reliability alpha for each subscale was as follows: 0.83 for 
traditional values, 0.74 for efficiency loss and 0.80 for self-serving. 
Job Insecurity. There were four items on job insecurity. The first 
question asked the participants to rate how likely they would be laid-off. The 
ratings ranged from 1 (strongly disagree) to 5 (strongly disagree). The second 
question required the participants to identify the reason for the fear of being 
laid-off. There were six options and participants could choose more than one. 
The remaining questions were about the likelihood of salary cut. One question 
asked the participants if their company had already suffered from salary cut. 
The other question asked the participants how likely their salary would be 
lowered. The ratings ranged from 1 (strongly disagree) to 5 (strongly agree). 
The reliability of the scale was 0.77. 
General Health Questionnaire. The Chinese version of the General 
Health Questionnaire (GHQ) was used to assess the stress level of the 
participants. The GHQ was originally designed by Goldberg (1972,1978) to 
enable family doctors to detect current nonpsychotic disturbances in general 
practice patients (e.g. Boardman 1987; Clearly et al. 1982; Maguire et al. 1974; 
Marks et al. 1979; Skuse & Williams 1984). Apart from being extensively 
used in English-speaking countries, the GHQ had also been translated into at 
least 36 different languages for use in different cultural settings (Bellantuono et 
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al. 1987; Chan 1985; Cheng & Williams 1986; Fontanesi et al. 1985; 
Garyfallos et al. 1991; Gureje 1991; Pariente et aL 1992). The GHQ did not 
make diagnoses, the scoring from the GHQ denoted the symptoms of stress, a 
result of stress. In its original form the GHQ consisted of 60 items covering 
physical symptoms and overt psychiatric disturbances. A 30-item version and 
other shortened versions (20-item version and 12-item version) had been 
constructed by excluding physical illness items and balancing the number of 
positive and negative items. The reliability of the 60-items Chinese version 
ranged from 0.85 to 0.92 in various studies (Chan & Chan，1983; Chan, 1993). 
In the present study, the GHQ-28 was chosen for ease of administration. 
The GHQ-28 had been validated as a short version comparable to the full 
version for screening and the symptom dimensions were found to be generally 
replicable (Banks 1983; Benjamin et aL 1991; Bridges & Goldberg 1986; Lobo 
et al.l986; Pariente et al. 1992; Parkes 1982; Rabins & Brooks 1981; Seva et 
aL 1991). There were four subscales included in the GHQ-28: somatic 
disorder, anxiety, social dysfunction and depression. There were four choices 
for each of the subscale; with the choices being different for each one of them. 
At present, there were different scoring method: 0 0 1 1，0 1 2 3 and 1 2 3 4. 
In the present study, the method of 1 2 3 4 was used to detect the intensity of 
stress. The scoring of the four subscales were combined into one score for 
analysis. The reliability alpha in the present study was 0.92. 
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Demographic information. The last page of the questionnaire was the 
sheet on demographic information. Participants were asked to fill in their sex, 
age, education background, job and income level. 
Procedure 
The participants were approached in the street according to the previous 
stated criterion. They were asked to participate in a study on conflict styles, 
harmony motives and stress by a Chinese University graduate student. Their 
identities were guaranteed be kept confidential. When they agreed to 
participate in the study, they were given a 10-page questionnaire. The order of 
the questionnaire was the same for all the participants. They were asked to 
answer all the questions. They were not allowed to talk to each other wen they 
were filling the questionnaire. Couples were not chosen to be studied. After 
completion, they were given a souvenir, which was either some chocolates or 
candies worth about $5.00 Hong Kong dollars. 
Results 
Descriptive analysis 
The means of the five conflict styles and the harmony motives were 
presented in Table 1. The highest mean for the conflict styles group was the 
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Styles of collaboration (M = 3.72) and the lowest was competition (M == 3.00). 
For the group of harmony motives, the highest mean was the motive of 
traditional values (M 二 3.81) and the lowest was the motive of efficiency loss 
(M = 2.96). The relatively higher mean for the motive of value showed that 
the Hong Kong people still maintain the traditional way of thinking. The value 
of maintaining harmony was treasured. 
The perceived level of job insecurity was moderate (M = 3.12). The 
average level of job insecurity perceived by the participants was not as high as 
predicted. 
Correlation analyses 
Correlation between conflict styles and harmony motives. The 
correlations among the five conflict styles were presented in Table 1. As might 
be expected, positive correlation was found between accommodation and 
avoidance (r = 0.475，p<0.01). This should be expected because these two 
conflict styles allowed the participants to have the least contact with their 
conflicting supervisors. Avoidance was also correlated with compromise (r = 
0.145, p<0.05), both of which were non-confrontational styles. Compromise 
was found to be correlated with collaboration (r 二 0.674’ p<0.01). Again, 
this association should be expected since the participants employing these two 
conflict styles had to consider the interest of themselves and their conflicting 
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boss. What was unexpected was the positive correlation found between 
competition and compromise (r = 0.360, p<0.01). 
With respect to harmony motives, self-serving was correlated with both 
value (r = 0.351，p<0.01) and efficiency loss (r = 0.402, p<0.01). 
Correlational analyses were conducted to examine the relationship 
between conflict styles and harmony motives. The motive of efficiency loss 
failed to establish significant correlation with all conflict styles, showing that 
efficiency loss was not the crucial variable to influence the average pattern of 
the participants. The motive of value was strongly correlated with avoidance (r 
=0.402，p<0.01) and significantly correlated with accommodation (r = 0.212， 
p<0.05), with collaboration (r = 0.214，p<0.05), with compromise (r = 
0.210, p<0.05). The correlation pattern demonstrated that with the motive of 
value, participants were willing to choose the non-confrontational conflict styles 
so as to maintain harmonious relationship in their work place. The motive of 
self-serving was found to be strongly correlated with accommodation (r 二 
0.446，p<0.01) and avoidance (r = 0.370，p<0.01), moderately with 
competition (r 二 0.144, p<0.05) and negatively with collaboration (r = -
0.185, p<0.05). With the motive of self-serving, participants were ready to 
compete with their boss and less willing to collaborate. Hence, the pattern 
found is different from the one when the participants maintained harmony with 
sincerity (value). 
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Regression analyses 
Regression analyses of conflict styles, harmony motives and stress on 
job insecurity. The main effect of job insecurity was examined, first with 
stress as a dependent variable. The results were presented in Table 2. Job 
insecurity accounted for about 16% of the variance of stress (t = 6.18, 
p<0.01). This finding supported the hypothesis that the presence of job 
insecurity would predict the experience of stress among the participants. In 
essence, people with higher job insecure experienced more stress. 
The effect of job insecurity on the choices of conflict styles was also 
examined. The total variance accounted for by job insecurity was 15%. Three 
out of five of the conflict styles were found to be significantly predicted by job 
insecurity: collaboration (t = -2.93，p<0.01), compromise (t = -3.30， 
p<0.01) and competition (t = -1.72，p=0.08). Hence, the results suggested 
that higher level of job insecurity would predict lower probability of 
collaboration, compromise and competition. 
The effect of job insecurity on harmony motives was tested with the 
three motives as dependent variables. The total variance accounted for by job 
insecurity was 9%. Of the three motives, only self-serving was found to be 
significantly predicted by job insecurity (t = 1.95，p 二 0.05). It suggested a 
trend that higher level of job insecurity would predict the higher probability of 
maintaining harmony with self-serving motive. 
30 
Conflict styles, harmony and stress 
Regression analyses of stress on conflict styles, harmony. Having 
presented the results of the main effect of job insecurity, the following section 
presents the analyses on the main effect of conflict styles and harmony motives 
on stress. These results are presented in Table 3. 
The five conflict styles accounted for 4% of the variance of stress and 
only collaboration was found to significantly predict the presence of stress (t = 
-2.21，p<0.01). The results showed that the use of collaboration would result 
in a lower level of stress experienced. 
The effect of the three harmony motives accounted for 9% of the 
variance of stress. The motives of value (t = -2.06，p<0.05) and self-serving 
(t = 3.69, p<0.01) were found to significantly predict the presence of stress. 
Participants who maintained harmony as value would be predicted to have 
lower level of stress whereas those who maintained harmony as self-serving 
would be predicted to have higher level of stress. 
Regression analyses of conflict styles on harmony motives. The results were 
presented in Table 4. The motive of value was useful and significant in 
predicting the use of avoidance (t = 4.41, p<0.01), collaboration (t = 2.67，p 
=0.08) and compromise (t = 3.54，p<0.01). Hence, in the insecure working 
environment the belief in the traditional thinking of maintaining harmony would 
enhance the use of non-confrontational styles. These results confirmed the 
previously stated prediction. When the motive of maintaining harmony was to 
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enhance self-interest, then the participants would significantly employed the 
conflict styles of accommodation (t 二 6.70，p<0.01), avoidance (t = 4.12, 
p<0.01), collaboration (t = -3.36, p<0.01), and compromise (t = -2.02， 
p<0.05). The motive of self-serving was found to predict significantly the 
positive use of non-confrontational styles of accommodation, and avoidance, 
and at the same time predict negatively the use of collaboration and 
compromise. These results show that employees in Hong Kong were not 
collaborating and compromising with their supervisors when they maintained 
harmony with the intention of retaining their self-interest. However, they 
would accommodate and avoid the conflict with their supervisors when they 
emphasized the advantages they could have by maintaining harmonious 
relationship with people in the workplace. The regression model of 
competition was different from what is predicted. The motive of self-serving 
was found to significantly predict the use of accommodation (t = -2.41， 
p<0.05). 
Discussion 
Job insecurity and stress 
The hypothesis that job insecurity significantly predicts the presence of 
stress is confirmed in the present study. As suggested by Lim (1996)，job 
insecurity is a form of work-related stressor which is potentially detrimental to 
the individual's psychological well-being. With the increasing number of 
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organizational transformations such as budget cutbacks as firms downsize, jobs 
which are previously secure have become under increasing threat. The job 
insecurity experience has often been associated with a high level of stress and 
anxiety for employees (Jacobson, 1987). Previous studies on job insecurities 
have shown that employees generally experienced a high degree of anxiety 
when their jobs are insecure (Jacobson, 1987). Much of this level arises from 
the lack of certainty when layoffs occur. It is the ambiguity associated with job 
insecurity experience which renders it a highly stressful phenomenon for the 
individuals. 
Harmony motives and conflict styles 
The findings replicate some of the results of Leung and Wu's study 
(1998). They found that the motive of self-serving and value is related to the 
use of compromise, avoidance and accommodation. In the present study, both 
low and highjob insecurity groups, the motive of value significantly predict the 
use of avoidance, collaboration and compromise; while the motive of self-
serving predict the use of accommodation, avoidance and collaboration. 
Individual who tends to maintain harmony as to protect the interest of oneself 
and also those who perceive the maintenance of harmony is a kind of virtue is 
more likely to use the non-confrontational styles of conflict behavior. I attempt 
to explain the findings with the use of the "face" concept among the Chinese. 
The study conducted by Kirbride, Tang & Westwood (1991) suggested that 
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traditional Chinese thinking about harmony maintenance and face have an effect 
on the preference of conflict behavior among the Hong Kong Chinese. They 
found that the Hong Kong Chinese most prefer compromise as the conflict 
handling behavior, then a secondary preference for avoiding, followed by 
almost equal scores for accommodating and collaborating. 
They define face as "the positive social value a person effectively claims 
for himself by the line others assume he has taken during a particular contact. 
Face is an image of self delineated in terms of approved social attributes" 
(Goffman, 1995). In conflict situation, aggressive behavior from either party 
can damage the face of the other, which is considered a shame to the Chinese. 
Since the Chinese are mindful about the implications of antagonism and 
aggression and will normally be hesitant about engaging in such behavior 
(Bmnner & Wang, 1988). In addition, the adoption of "face-giving" and 
"face-saving" behavior in conflict situations is valued as a mean to maintain a 
sense of harmony. To engage in face-giving scenario can be a result of 
traditional value of the Chinese and as a way to maintain self-interest. Hence, 
an individual is more likely to engage in less aggressive conflict behaviors, 
especially under job insecurity. 
Harmony motives, conflict behaviors and stress 
In addition to the above findings, the motive of self-serving is found to 
predict significantly the presence of stress. This indicates that if the motive to 
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maintain harmony is to maintain the interest of oneself instead of seeing it as a 
kind of virtue, the outcome will be the experience of stress. Thus, the result 
suggests that it is not healthy for individuals to maintain harmony with the 
intention to preserve personal interest. This is further supported by the 
relationship found between conflict styles and stress. Though no significant 
relationship is found between the conflict styles and stress, the direction of the 
relationship is worth noting. When acconmiodation, avoidance and 
compromise are used, the resulting stress level is higher than other conflict 
handling styles. These three conflict styles are the most popular ones according 
to the study by Kirbride et. al (1991), however they are shown to be less 
healthy conflict resolution behaviors in the present study. As noted by Leung 
and Wu (1998), the motive of using these non-confrontational conflict styles 
originally is to maintain harmony. However, these conflict styles may lead 
further detrimental effect on harmony. Little conflict may lead to violence (Ho, 
1974) or complicates the simple problems (Kirkbride et. al, 1991). Hence, the 
resulting stress level may be more intense, because the individuals realize that 
the conflicts do not resolve properly and still exist. 
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Study2 
In study 1, the relationships among conflict resolution, harmony motives, 
job insecurity and stress are examined. The intensity of perceived job 
insecurity trigger different types of conflict handling behaviors. To a certain 
extent, study 1 focus on the more passive behaviors when dealing with job 
insecurity stress. Hence, in the second study, I intend to investigate the active 
responses which employees use to tackle with job insecurity stress. Personal 
striving is proposed to be the active behavior which individuals can consider 
when they perceive the threat of loosing their job. Besides, I also like to 
examine the possible effect of social support and self-efficacy. It is proposed in 
the present study that social support and self-efficacy can moderate the 
relationship between job insecurity and stress and striving. Last but not least, 
study 2 aims to replicate the results of study 1，that is the relationship between 
job insecurity and stress. 
Personal striving 
Personal strivings are the characteristic, recurring goals that a person is 
trying to accomplish (Emmons，1986，1989，1992). For example, a person 
may try to "achieve a higher position in the company", “to be a responsible 
husband and father at the same time," or “to avoid being fired by the 
company". Personal strivings, in the present study, represent what an 
individual is characteristically aiming to accomplish through their behaviors or 
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the purposes that a person is trying to carry out (Emmons, 1986). In other 
words, personal striving is what a person is characteristically trying to do. 
Each person can be characterized by a unique number of personal strivings. 
Personal strivings organize and integrate an individual's goals. It can be 
thought of as superordinate abstracting qualities that render a cluster of 
subordinate goals functionally equivalent for an individual. For example, an 
individual might wish to be financially independent from the family, then this is 
the superordinate goal. He or she can have different ways to achieve the goals, 
might have separate goal about part time jobs, to save more money. Thus, a 
striving may be satisfied from any one of a number of different concrete goals. 
A personal striving is a unifying construct — it unites different goals and 
actions around a common qualities or theme. Further, striving does not refer to 
a particular goal but rather to an abstracted quality that can be achieved in a 
variety of ways. Personal striving is idiographic in nature, each individual 
generates his or her own unique list of goals, but the strivings can be 
characterized along several dimensions such as value, commitment, expectancy 
for success (Emmons，1986). These dimensions permit comparisons across 
individuals. 
Emmons proposes a standard procedure to investigate the significance of 
personal strivings. A 3-staged procedure is used. The participants have to 
generate a list of about 15 personal goals. Following the generation of the 
personal striving lists, participants rate each striving along a number of 
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dimensions, which are referred to as the Striving Assessment Scale (SAS). 
Most of which have been identified in previous research (Klinger et aL, 1980; 
Wadsworth, 1984) as important dimensions long which goals can be described. 
Examples of the scales include the dimension of value, which is measured by 2 
questions: "How much joy or happiness do you or will you feel when you are 
successful in the strivings?" and "How much sorrow or unhappiness do you or 
will you feel if you fail to succeed in the striving?" There are 13 other 
dimensions (ambivalence, commitment, importance, difficulty, casual 
attribution, social desirability, clarity, instrumentality, probability of success, 
confidence, probability and impact), each of the them is measured with one or 
two related questions. It should be noted that strivings can either be positive or 
negative. An individual may wish to achieve a certain goal and at the same 
time trying to avoid a particular event from happening. As an additional 
measure of striving instrumentality, participants fill out a Striving 
Instrumentality Matrix (SIM). The SIM is a 15 x 15 matrix with the rows and 
columns consisting of the individual's 15 strivings. Participants are asked to 
compare each striving with every other striving and ask themselves whether 
being successful in one of each striving has a helpful or harmful effect or no 
effect at all on the other striving. This is the 3-stage procedure proposed by 
Emmons and his colleagues in investigating personal strivings. 
Having discussed the standard procedure of investigating personal 
striving, I would like to get into the studies examining the relationship between 
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personal strivings and other aspects in life. Researches on personal striving 
have established the heuristic value of the personal striving construct as a 
predictor of psychological and physical well-being (Emmons, 1986; Emmons & 
King, 1988，1989; King & Emmons，1990). Properties of personal strivings, 
particularly ambivalence and conflict, have been linked with a wide variety of 
aversive physical and psychological states. One stream of which is the research 
on the relationship between personal strivings and life satisfaction. There is a 
growing number of studies suggesting that the fulfillment of needs, goals, and 
desires is related to happiness (Diener, 1984). In one of Emmons' studies 
(1986), he examines the relations between characteristics of personal goal (e.g., 
importance of the goals to the individual, past attainment, effort paid in 
achieving the goals) and components of subjective well-being (positive and 
negative affect and life satisfaction). Positive affect is found to be most 
strongly related to striving value and past attainment, whereas negative affect is 
associated with low probability of future success, striving ambivalence ("How 
unhappy are you when you are successful in the striving?"), and between-
striving conflict. Striving importance and instrumentality ("How much does 
trying to succeed in the striving change your chances of success in other 
striving?，，）are the strongest predictors of life satisfaction. One of the most 
interesting findings is that those striving variables associated with positive 
affect tend not to be related to negative affect and vice versa. Hence, different 
dimensions of strivings are related to distinctive affect. 
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Job insecurity and personal striving 
Research on personal striving mostly focus on its relationship with life 
satisfaction and affect. There is a limited number of research applying the 
concept of personal striving in organizational settings. Hence, in the present 
study, I intend to investigate the relationship between job insecurity and 
personal striving. It is hypothesized that individuals who perceive a higher 
level of job insecurity will exert greater effort to strive for their goals so as to 
avoid being laid-off. 
Moderators for job insecurity and stress 
Researchers also try to identify the moderators for job insecurity. 
Greenhalgh and Rosenblatt (1985) suggest three possible moderators: individual 
difference, dependence and social support. They hypothesize that people with 
personality characteristics that give them an aversion to job insecurity will react 
more strongly to encountering it. Further, job insecurity will evoke stronger 
reactions in individuals for whom work situation is more important. With 
respect to dependence, they hypothesize that individuals who have an 
occupation offering mobility are less concerned with the stability of a particular 
job than are employees who have fewer alternatives. Economic instability is 
the inability to meet living expenses without the income from the current job. 
Individuals who are highly dependent on their jobs are more likely to engage in 
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defensive sensemaking and to react more strongly to the perceived threat. 
Social support is also suggested as a moderator of job insecurity. They state 
that social support increases the individual's ability to cope with stressful 
organizational situations by buffering the individual's life outside the 
organization. Hence, this specific relationship is further investigated in study 2. 
Social support and job insecurity stress 
A large body of research on social support and its effect and health 
evolved from early papers (Caplan, 1974) in which support from friends, 
family, and co-workers is viewed as a powerful, naturally occurring force that 
inoculates one against the detrimental effects of life stress. Social support is 
usually defined as the existence or availability of people on whom we can rely, 
people who let us know that they care about, and love us (Sarason, Levine, 
Basham & Sarason，1983). 
Empirical studies ofhow social support operates to reduce stress and/or 
bolster psychological and physical well-being have focused almost exclusively 
on only two models of social support's role in the stress-distress process - the 
“direct，，and “buffering，，hypotheses (Dignam & West, 1988). The former 
refers to the proposition that social support may have a main effect on outcomes 
such that individuals who experience higher levels of support are expected to 
experience better health, and less dissatisfaction with their jobs (Fisher, 1985). 
Social support may also have a direct effect or main effect on perceived stress 
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such that when social support is present, the level of perceived stress is reduced 
or alleviated. Whereas the buffering model of social support maintains that 
social support can alter the relationship between stress and its outcomes. A key 
notion in understanding the buffering hypothesis is that social support interacts 
with stress such that the relation between stress and its outcomes become more 
pronounced for individuals with low levels of support than for individuals with 
high levels of support. While evidence for the main effect of social support is 
rather consistent, evidence for the moderating or buffering hypothesis has been 
relatively mixed (e.g. LaRocco, House, & French, 1980; Kirmeyer & 
Dougherty, 1988). 
Some researchers have reported evidence supporting the direct and 
buffering effect models, but such effects vary with sex and race of the 
participants. Stress buffering effect is consistently observed among male 
participants by Billings and Moos (1982b) in their study of the effects of social 
support on psychological and physical health, but no significant buffering 
effects are observed for women. Significant direct effects of work related and 
family support on health is found for men, while only family support is directly 
related to health for women. 
However, contradictory results have been found in other studies. 
Kaufmann & Beehr (1986) find that social support strengthens the positive 
relationship between stressors and strains. The group with higher level of 
support from supervisors and co-workers experience higher level of strains. 
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Kaufmann and Beehr try to explain that the support sources may be independent 
of the sources of stressors (Blau, 1980). For example, if a supervisor who is 
causing stress approaches a subordinate to offer support, even this "friendly" 
approach may be experienced as stressful. Further, they believe that supportive 
communications between employees may either convince stressed workers that 
things are not as bad as they seem or that they are indeed terrible. 
Lim (1996) examines the relationship between job insecurity and job 
dissatisfaction and noncompliant job behavior. In the study, Lim has tried to 
examine the effects of two sources of social support, namely work-based and 
nonwork-based support in moderating the relationship between job insecurity 
and several outcomes, including job dissatisfaction, noncompliant job behavior 
and proactive job search. Work-based support refers to the support from 
supervisors and co-workers; whereas nonwork-based support refers to support 
from family and friends. The findings of the study suggest that support derived 
from others at workplace can contribute significantly in buffering individuals 
when their job security is at stake. Equally important is the support provided 
by family and friends, which may buffer individuals against negative outcomes 
such as life dissatisfaction associated with job insecurity. 
In the present study, the buffering effect of social support is examined. 
Both the support from workplace and outside the working environment is 
included, and they are hypothesized to moderate the effect of stress resulting 
from job insecurity. More specifically, a higher level of social support may 
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alleviate the relationship between job insecurity and stress. More to that, the 
presence of social support may heighten the possibility to strive for personal 
goals in order to lessen the threat of being laid-off. 
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Self-efficacy and job insecurity stress 
Self-efficacy belief is another variable to be examined in the present 
study. In recent years, self beliefs have emerged as a prominent component in 
many theories of human behavior. This trend can be seen in industrial and 
organizational psychology as well (Jex & Gudanowski，1992). Brief and Aldag 
(1981)，for example, point out that employees in organizations have explicit 
beliefs and expectations about their performances and suggest that these should 
be considered when trying to explain organizational behavior. One of the 
proposed self-belief to be included is self-efficacy belief. 
Self-efficacy, as proposed by Bandura (1977，1978), refers to personal 
action control or agency. It reflects the belief in one's ability to control 
challenging environmental demands by means of taking adaptive actions. It can 
be regarded as a self-confident view of one's capability to deal with certain life 
stressors. Self-efficacy makes a differences in how people feel, think and act. 
In terms of feeling, a low sense of self-efficacy is associated with depression, 
anxiety and helplessness. In terms of thinking, a strong sense of competence 
facilitates cognitive processes. In sum, people with high self-efficacy are more 
likely to choose challenging task to perform and they will exert greater effort 
and spend more time when they are confronted with obstacles. 
Though not extensive, organizational research has begun to show some 
consistent relationships between self-efficacy beliefs and task performance. As 
example, Barling and Beattie (1983) show that strong self-efficacy beliefs are 
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associated with high levels of sales performance, while Taylor, Locke, Lee and 
Gist (1984) find a similar relation between self-efficacy beliefs and faculty 
research productivity. These are examples of the self-efficacy research on job 
performance. 
The study of work-related stress has been conducted under the 
assumption that employees are rather passive recipients of stressftil 
organizational conditions (Jex & Gudanowski，1992). Most stress research has 
simply examined relations between stressors (e.g. role conflict, role ambiguity, 
lack of perceived control) and outcomes such as job dissatisfaction, anxiety, 
psychosomatic symptoms, absenteeism and job performance (Spector, Dwyer 
and Jex, 1988). Hence, there is a limited amount of research on the 
relationship between self-efficacy beliefs and job-related stress. 
If self-efficacy is to be included in the study of work stress, the potential 
role of self-efficacy in the stress process must be determined. According to 
Beehr and Newman (1978), environmental stressors interact with characteristics 
of individual to produce stress reactions. According to this model, self-efficacy 
beliefs can best be conceptualized as a moderator variable. One might predict 
that individuals who do not believe that they will be able to confront the threat 
of job insecurity (low level of self-efficacy) would view the stress of job 
insecurity as more threatening and how more negative reactions than those who 
are more confident (high level of self-efficacy). In Jex & Gundanowski's study 
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(1992), they find that self-efficacy is moderately related to anxiety but fail to 
establish as a moderator variable. 
When the employee is uncertain about the continuity of their job, the 
resulting response will be the presence of stress as shown in study 1. In the 
present study, the job insecurity-stress relationship will be brought further by 
including self-efficacy belief as the moderating variable. It is hypothesized that 
individuals with a higher level of self-efficacy will be less affected by stress 
whereas those with low levels of self-efficacy perceive higher level of stress. 
The effect of self-efficacy on striving will also be investigated. With the 
assumption that individuals with high self-efficacy tend to choose more 
challenging task to perform and exert greater effort to endure obstacle, it is 
hypothesized that when confronted with the threat of loosing the current job, 
individuals with high self-efficacy will tend to strive harder for their goals and 
vice versa. 
The objective of the present study 
The major focus of study 2 is on the relationship between job insecurity 
and stress, with self-efficacy and social support as the moderating variables. 
The objective of the present study is to examine under which condition 
individual will react more constructively to job-related stressors. That is, to 
investigate the possible effect of social support and self-efficacy on the 
perception of stress and the determination to strive for the goals. Scholars (e.g. 
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Klandermans, Van Vuuren, & Jacobson，1991) have identified job insecurity as 
a form of work-related stressor which is potentially detrimental to the 
individual's psychological well-being, job attitudes and behaviors. Existing 
research on job stress has suggested that withdrawal from stressful work 
situations is a common response in coping with tension (Gupta & Beehr, 1979; 
Chisholm, Kasl, & Eskenazi，1983). Employees tend to avoid stressful 
situations by engaging in withdrawal behaviors such as absenteeism, tardiness 
or quitting. Further, the job insecurity experience has often been associated 
with a high level of stress and anxiety for employees (Jacobson, 1985). Much 
of this anxiety arises from the lack of certainty of the job. All these possible 
outcomes will be harmful to the employees themselves and to the company as a 
whole. If variables like social support and self-efficacy can be identified as 
helpful resources in helping individuals to deal with job insecurity stress, it 
would be constructive to both the psychological and physical health of the 
employee and also to the best of the organization. 
Method 
Participants 
The participants were recruited at the street in Hong Kong. They were 
chosen according to four criteria: needed to be Chinese, currently employed, 
able to read and aged from 20- 60. Both sexes were recruited and their marital 
status was not considered. Data were collected at the commercial areas, mainly 
the shopping mall in Hong Kong. There were five sessions of data collection, 
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3 on Saturdays and others on Easter holidays. Of the 130 people approach, 
only 7 declined to participate in the survey. A total of 123 questionnaires were 
collected, with 15 being screened out due to incomplete information. There 
were 56 men and 52 women, aged from 20-61 (M 二 34.6 土 8). On the whole, 
the educational level of the participants was good: 59% of the participants had 
either tertiary or university education (n 二 63), 39% finished secondary school 
(n == 41) and 2% of them finished primary education (n = 2). All were 
employed, including service industry (n = 34)，professional (n = 15), 
manufacture (n= 27)，construction (n 二 21) and others (n = 9). The monthly 
salary ofthe participants ranged from below HK$10,000 to above HK$30,001. 
Instrument 
Job insecurity. There were 6 items on job insecurity. One on the 
perceived threat of being laid-off and one on the possibility of salary cut. For 
each of the above item, there was a question on the perceived immediacy of the 
threat. The other two questions concerned the reasons for the perception of job 
insecurity and whether the company had already cut the salary. The ratings 
ranged from 1 (strongly disagree) to 5 (strongly agree). The reliability of the 
scale was 0.70. 
Personal Striving. Personal striving scale was made up of 12 items, 
each about the job-related striving behavior. In order to generate the items, I 
49 
Conflict styles, harmony and stress 
conducted sessions of interviews with 20 volunteers who were already at work. 
They were asked what to do if they were confronted with job insecurity stress. 
Each of the participants generated about 10-15 striving behaviors, which they 
would employ in the work place. All the items generated were summarized and 
a 12-item scale was resulted. Participants were asked to rate on a 5-point scale 
(1 = strongly disagree and 5 二 strongly agree), about how likely they would 
employ the specific striving behavior at work. The reliability of the scale was 
0.81. 
Multidimensional Scale of Perceived Social Support. The scale was 
initially constructed with 24 items addressing relationships with family, friends 
and significant others. Each item was rated on a 5-point Likert-type scale, 
ranging from strongly disagree (1) to strongly agree (7). Later, in an attempt 
to increase response variability and minimize a ceiling effect, a 7-point scale 
ranging from very strongly disagree (1) to very strongly agree (7) is 
implemented. This self-report measure of social support was composed of 
three factor-analytical confirmed subscales: Family, Friends and Significant 
others. There were four items on each subscale. It had been used in several 
research projects, where it yielded internal consistency of 0.91, 0.87 and 0.85 
for significant others, family and friends, respectively. The original scale was 
presented in English. For ease of understanding, the scale was translated into 
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Chinese and back translated by two colleagues, which showed consistent 
translation on the items. 
Since the present study aims at investigating the effect of social support 
from both work-based and nonwork-based environment, the subscale of 
supervisory support was added to the original one. There were 4 items on the 
supervisory support, rated according to the same scale of the other three 
subscales. The overall reliability of the scale in the present study was 0.83. 
Perceived Generalized Self-Efficacy. The Generalized Self-Efficacy 
Scale (GSES) was originally developed by Jerusalem & Schwarzer (1981). The 
20-item scale was reduced to a 10-item version (Schwarzer & Jerusalem 1993). 
It had been used in numerous research projects, where it typically yielded 
internal consistencies between alpha = 0.75 to 0.90. Zhang & Schwarzer 
(1994) translated the 10-item GSES into its Chinese version and administered it 
to 294 first year undergraduate students at the Chinese University of Hong 
Kong. They reported the Cronbach alpha to be 0.91 and the correlation 
between the English and Chinese version was quite high (r= 0"1). The 10 
items in this Chinese version was adopted in the present study. The 
participants had to rate on a 4-point scale, ranging from not at all true (1) to 
exactly true (4). The reliability of scale was 0.91 in the present study. 
51 
Conflict styles, harmony and stress 
Generalized Health Questionnaire. The same questionnaire from study 
1 was used in the present study. The reliability of the scale in the present study 
was0.93. 
Demographic information. The same questions from study 1 were presented 
again in study 2. Participants were asked to fill in their age, sex, education 
background, job and income level. 
Procedure 
There was a 4-month lag between study 1 and study 2. The procedure 
followed was the same as the one employed in study 1. 
Results 
Descriptive analysis 
The mean of perceived job insecurity, personal striving, social support 
and self-efficacy is presented in Table 5. The mean of job insecurity (M = 
3.15) was about the same as the one obtained in study 1. The threat of salary 
cut (M = 2.64) was also about the same as the score obtained in study 1. The 
mean score of perceived immediacy of being laid-off was 2.84，which was 
lower than that ofjob insecurity itself. The results suggest that the employment 
status in Hong Kong as perceived by the general population did not change 
dramatically from December 1998 to April, 1999. 
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For the results on the social support group, the subscale of significant 
others yielded the highest mean (M = 5.39) whereas the lowest was the 
subscale of supervisory support. This means that the greatest support perceived 
by the participants came from nonwork-based source and the least support from 
supervisor. 
The perceived self-efficacy of the participants was only moderate (M = 
2.61)，suggesting that in general the level of self-confidence was not high. 
Correlation analyses 
Correlation among job insecurity, personal striving, social support, self-
efficacy and stress. The correlations among them were presented in Table 5. 
Job insecurity was highly correlated with immediacy of the threat (r 二 0.755， 
p<0.01). Individuals who perceived a higher level of job insecurity at the 
same time perceived the threat as being more immediate to them. Job 
insecurity was also found to be strongly correlated with stress (r = 0.339, 
p<0.01). This finding successfully replicated the results from study 1 and 
was expected. At the same time, the immediacy of threat was also strongly 
correlated with stress (r = 0.402，P<0.01). Hence, the more immediate the 
threat was to the participants, the more intense the level of stress being 
experienced. 
With regard to personal striving, it was found to be correlated with self-
efficacy (r = 0.29, p<0.05). Higher levels of self-efficacy were associated 
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with higher levels of personal striving. Thus, the hypothesis concerning self-
efficacy and personal striving was supported. All other variables failed to 
establish significant correlation with personal striving. This implies that even 
the participants perceived that their job was not secure and the threat of loosing 
the job was near, they would not motivate themselves to strive harder in order 
to keep the job. Whereas social support was not associated with personal 
striving, that is the presence of support from both work place and outside work 
place did not relate to the tendency of striving. 
Regression Analyses 
Regression analyses of stress on job insecurity, immediacy, social 
support, self-efficacy. The main effects of job insecurity, immediacy，social 
support and self-efficacy on stress were examined and the results are presented 
in Table 6. In the following analysis, social support of family, friends and 
significant others were collapsed into one block as non-work support; while the 
support from supervisor was interpreted as the work-based support for ease of 
interpretation. The main effects accounted for about 48% of the variance of 
stress. Self-efficacy (t = -2.46，p<0.01) and immediacy of threat (t 二 1.86， 
p=0.06) significantly predicted the level of stress. Individuals with higher 
levels of self-efficacy experienced lower levels of stress. While the more 
immediate the threat was, the higher the level of stress being experienced. 
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Regression analyses of personal striving on job insecurity，immediacy, 
social support, self-efficacy. The main effects of job insecurity, immediacy, 
social support and self-efficacy were being regressed on personal striving and 
the result are presented in table 7. The main effects accounted for about 41 % 
of the variance of personal striving and only self-efficacy is found to be 
significantly predicting personal striving (t = 2.96，p<0.05). Higher levels of 
self-efficacy predicted the presence of personal striving. 
The work-based support from supervisor (t = 1.68，p = 0.095) was 
found to marginally predict the presence of striving. With the support of 
supervisors, participants were more likely to engage in striving behaviors. 
Moderating effects of social support and self-efficacy on job insecurity, 
immediacy and stress. Moderated regression analyses were used to examine 
the moderating effects of social support on the relationships between job 
insecurity and stress. A summary of the results of moderated regression 
analyses is shown in Table 8. Only the subscale of supervisor was found to 
significantly moderate the relationship between immediacy of threat and stress. 
To determine the direction of the moderating effect, separate regression 
analyses of supervisory support was performed on immediacy and stress. The 
results of the regression analysis showed that the relationship of immediacy and 
stress was stronger for those who perceived a lower level of supervisory 
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support and weaker for those who perceived a higher level of supervisory 
support. 
Moderating effect of social support and self-efficacy on job insecurity, 
immediacy and personal striving. Moderated regression analyses were used to 
examine the moderating effect of social support and self-efficacy on the 
relationship between job insecurity, immediacy and striving. 
It was disappointed to note that the non-work support failed to have any 
significant moderating effects on job insecurity, immediacy and personal 
striving. Nor the work-based support, it failed to have any moderating effects 
onjob insecurity, immediacy and personal striving. 
Discussion 
The effect of job insecurity and immediacy on stress 
The main effect ofjob insecurity on stress is confirmed again in study 2. 
Since the time lap between the first and second study is about 4 months and 
consistent results are found, it is shown that the employment status in Hong 
Kong do not differ much after entering 1999. While the perceived immediacy 
of the threat is able to significantly predict the presence of stress. The closer 
the threat perceived by the individual, the more intense the stress being 
experienced. One tentative conclusion is that the effect of perceived immediacy 
on psychological and physical health is greater than the perceived job insecurity. 
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Even if individuals perceive their job to be insecure but the threat is not an 
immediate one, the stress level experienced will be lower than those who 
perceive the threat as more immediate. 
The effect of job insecurity and immediacy on personal striving 
It is more interesting to look at the effect of job insecurity and 
immediacy on striving tendency. The hypothesis concerning job insecurity , 
immediacy and striving is not confirmed. Job insecurity failed to significantly 
predict the presence of personal striving, even when the individual perceive his 
or her job as insecure, they will not strive harder to keep their job. The 
striving behaviors in the present study include work for longer hours, to be 
more initiative and to perform better on daily job. This can be explained by 
using the result from one of Emmons' study (1986), where he found that 
striving dimension of low probability of future success, striving ambivalence, 
and between-striving conflict to be associated with negative affect in a positive 
direction. Hence, if individuals perceive their striving goal as less likely to 
succeed in future, not sure if they will feel happy when they succeed the goal 
or if they find that the goals are contradicting each other, they will experience 
negative affect. Applying to the present study, when the participant believe 
that they will eventually be laid-off by the company regardless of how hard to 
strive in the workplace, they will experience negative feelings and hence less 
likely to strive for their goal. The situation is worse if participants witness 
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some of their colleagues being fired by the company without a clear explanation. 
In the interview sessions, 12 out of 20 participants reported laid-off in their 
company. They claim that the level of striving is not high for them. In 
Brockner and his colleague's study (1989)，he suggested that subordinates are 
generally more accepting of their managers' resource allocation decision to the 
extent that they offer clear explanation of the reasons underlying their decisions. 
If the employees believe that the laid-off can be avoided and perceive the 
unfairness of the decision to keep certain employees and lay off others, they 
will have lower organizational commitment, pay less effort in their job and 
search for other jobs. In this case, the individual will not exert greater effort to 
strive harder in the company. 
The effect of self-efficacy on stress and personal striving 
Self-efficacy is found to significantly predict the absence of stress and 
the presence of personal striving. Stronger self-efficacy belief predicts lower 
level of stress experienced by the participants. While high self-efficacy belief 
predicts greater tendency of personal striving. Self-efficacy judgment can 
influence one's choice of activities and decisions to persist in selected activities. 
Thus, individuals who feel efficacious in performing a behavior will exert 
greater effort to master a challenge (Bandura, 1977a; Bandura, Adams, & 
Beyer, 1977; Bandura & Schunk, 1981; Litt, 1988; Manning & Wright, 1983). 
Hence, individuals who have a high level of self-efficacy will strive for harder 
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goals and be more able to deal with the stress that may result from the pursuit 
of the goal. 
The moderating effect of social support 
The non-work support failed to establish any significant moderating 
effects on job insecurity, immediacy，personal striving and stress. When the 
four subscales are considered separately, only the support from family was 
found to moderate the relationship between job insecurity and stress. Low 
level of familial support will heighten the positive relationship between job 
insecurity and stress, individual who perceive lower level of familial support 
will experience higher level of stress when confronted with job insecurity. 
Whereas those who perceive higher level of familial support will experience 
lower level of stress under the condition of job insecurity. Some of the past 
researches failed to find this moderating effect of familial support (Kobasa & 
Puccetti, 1983; Ganster et. al，1986). Thus, the moderating or the buffering 
effect of social support, specifically the support from family, is confirmed in 
the present study. 
Support from friend is found to moderate the relationship between job 
insecurity and striving behavior. Greater support from the friend strengthen the 
positive relationship between job insecurity and striving behavior while lower 
support from friend decrease the tendency of striving when confronted with job 
insecurity. On the other hand, support from family moderate the relationship 
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between immediacy of threat and striving behavior. Greater support from 
family increases the likelihood to strive in work place under job insecurity and 
vice versa. 
Support from family and friend is the only two factors that can be 
proofed to have moderating effect on stress and striving. One possible 
explanation is that the support from family members and friends are more 
readily available than the support from supervisors and significant others. With 
respect to the mean score of social support subscales, the subscale of family 
and friends are higher than the rest of the subscales. This suggests the 
possibility that the support from family and friends are relatively easy to gain in 
face of job insecurity and stress . 
The work-based support of supervisor was found to moderate the 
relationship between immediacy and stress. The higher the level of work-based 
support, the lower the level of stress being experienced by the employees under 
immediate threat of loosing their job. Similar result was found in Lim，s study 
(1996). The finding suggested that support derived from others at workplace 
can contribute significantly in buffering individuals when their job security is at 
stake. 
Conclusion 
Consistent result is found in both study 1 and study 2, regarding the 
effect ofjob insecurity on stress. This denotes the fact that the employees in 
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Hong Kong are currently under the stress of being laid-off. According to the 
latest information on unemployment, the rate tends to increase continuously. 
The detrimental effect of job insecurity is found in the present study and may 
have an aversive effect on the performance of the employees; which in turn 
may affect the performance of the company as a whole. Study 1 has identified 
the healthy and unhealthy ways to deal with conflict and to maintain harmony 
when under job insecurity conditions. While study 2 identified the moderators 
for job insecurity and stress. It can be concluded that to have healthy 
employees, the employers would be better to promote a harmonious 
environment with the motive of maintaining traditional values and to promote 
the use of collaboration when confronting with conflicts. Besides, it is crucial 
to boost up the self-efficacy level of employees so as to motivate them to strive 
harder and to enhance work performance. Equally important is the supervisory 
support to the employees when they are affected by job insecurity. 
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Limitations and further studies 
With respect to study 1, it failed to establish significant relationship 
between conflict styles and stress. It is suggested that in future study, the 
favorableness of the supervisors and the relationship with supervisors can be 
added. The choices of conflict resolution behaviors may be different when 
encountering different supervisory styles. Thus, the resulting stress level will 
be affected. For example, when the supervisor is considered as a favorable 
figure by the subordinate and they manage to have nice relationship, then the 
subordinates may be more willing to use non-confrontational styles of conflict 
handling behaviors. Yet, the resulting stress level will be expected to be lower 
even in insecure working environment. Besides, previous research has also 
suggested that the contents of communication may affect the relationship 
between job insecurity and stress. Beehr，King, and King (1990) find that non-
job related communications have a positive buffering effect on the relationship 
between work stress and its outcomes. They explain that under high stress 
conditions, supervisors and subordinates who talk to each other about non-job 
related issues would be considered as caring. Thus, further research can 
examine the effects of contents of communications from various sources of 
support on the relationship between job insecurity and its outcomes. 
Regarding study 2，other potential moderators of the job insecurity-
stress relationship can be further identified and examined. Potential variables 
as suggested by Lim (1996) include individual differences such as self-esteem, 
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locus of control, and demographic variables. For instance, locus of control 
may affect how individuals attribute the cause of the job insecurity and, in turn, 
determine the resulting stress being experienced. Attributions of job insecurity 
to uncontrollable individual factors such as age or lack of skills may prompt the 
individuals to react passively and this in turn may harm their psychological 
well-being. 
Job insecurity will continue to be an issue of great concern for a large 
number of individuals in an era of economic turmoil and rapid organizational 
transformations (Lim, 1996). It is crucial for managers and researchers to 
better understand the job insecurity phenomenon as there is a compelling 
amount of evidence which has established that job insecurity can have an 
impact on the affective functioning of organizations (Greenhalgh & Jick，1989; 
Greenhalgh, 1991). Hence, research efforts which seek to add to our 
understanding of the factors which may help to alleviate the stress associated 
with job insecurity can contribute in the design and implementation of 
organizational interventions to assist individuals in dealing with this form of 
work-related stress. 
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Footnote 
For study 1，the participants are divided into 2 groups with respect to the mean 
of the job insecurity ratings. Their relative conflict styles and harmony motives 
are compared. No significant difference can be found between the two groups. 
Mediating effect and moderating effect of conflict styles and harmony motives 
on job insecurity-stress relationship are tested. No significant results can be 
obtained. 
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Table 1. 
M e a n s，S t a n d a r d D e v i a t i o n s , R e l i a b i l i t i e s and C o r r e l a t i o n s of C o n f l i c t 
S tv les , Ha rmony M o t i v e s . Job Insecu r i t y and S t ress 
Variables(N=197) Mean S.D 1 2 3 4 5 
1.Job insecurity 3.12 1.15 1.00 
2. Stress 1.87 .39 .41** 
3. Accommodate 3.18 .62 -.09 .03 
4. Avoidance 3.44 .54 -.04 .04 .48** 
5. Compromise 3.57 .52 -.23** -.10 -.06 .15* 
6. Competition 2.96 .61 -12 -09 .11 .10 .36** 
7. Collaboration 3.72 .57 -21** -.19** -05 .03 .71** 
8. Value 3.81 .47 -.06 -.05 .21** .40** .21** 
9.EfficiencyLoss 3.00 .77 .05 .07 -.04 -.03 -.10 
10. Self-serving 2.99 .59 .14 .26** .45** .37** -.08 
.77 .92 .75 .78 .81 
Dj^  //a h /"f//3 o 
Variables 6 1 8 9 10 
7. Collaboration .24** 
8. Value .12 .21** 
9. Efficiency Loss .10 -.15* -.02 
10. Self-serving .14* -.19** .35** .26** 
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Table 2. 
Regression Analyses of Conflict Styles. Harmonv Motives and Stress on Job Insecurity 
2 
Variables Beta Standar t-value p R R 
d Error 
Conflict styles 
Accommodation -.09 .04 -1.21 .23 .09 .01 
Avoidance -.04 .03 -5.53 .60 .04 .01 
Compromise -.23 .03 -3.30 .01** .23 .05 
Competition -.12 .04 -1.72 .09^ .12 .02 
Collaboration -.17 .05 -2.42 .02** .17 .03 
Harmony motives 
Value -.07 .03 - .92 .36 .07 .01 
Self-serving .14 .04 1.95 .05* .14 .02 
Efficiency loss .06 .05 .61 .54 .05 .01 
Stress .41 .02 6.18 .00** .41 .16 
Note: N = 197. The above analyses usejob insecurity as an independent variable. 
a marginally significant at .05 significant level 
** p < .01 (2-tailed) 
* p< .05 (2-tailed) 
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Table 3. 
The Regression Analyses of Stress on Conflict Styles and Harmonv Motives 
Variables Beta Standard t-value p 
Error 
Conflict Styles 
Accommodation .00 .05 .01 .99 
Avoidance .04 .06 .49 .63 
Compromise .02 .07 .23 .82 
Competition -.08 .05 -.99 .32 
Collaboration -.18 .05 -2.21 -.02* 
Harmony motives 
Value -.16 .06 -2.06 .04* 
Efficiency loss -.01 .04 -.20 .85 
Self-serving .31 .06 3.69 .00** 
Note: N = 197. The above are the regression results with conflict styles and harmony 
motives as independent variables and stress as the dependent variable 
* p <0.05 (2-tailed) 
** p <0.01 (2-tailed) 
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Table 2. 
Regression Analyses of Conflict Styles on Harmony Motives 
Dependent Value Efficiency loss Self-serving Harmony 
Variables 2 
Standardized beta Standardized beta Standardized beta R R 
Accommodati ~ ~ ~ " 3 ? ^ 7 F ^ ~ ^ ~ 
on 
Avoidance .30** -.10 .29** .48 .23 
Collaboration .20* -.02 -.26** .27 .07 
Compromise .26** -.06 -.16* .21 .07 
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Table 2. 
Means. Standard deviations. Reliabilities and Correlations of Social Support, Self-Efficacv, Job 
Insecurity, Immediacv, Personal Striving and Stress. 
Variables(N=102 Mean S.D 1 2 3 4 5 
) 
1. Striving 3 ^ 5 o LOO 
2. Job insecurity 3.15 .95 .14 
3. Immediacy 2.84 .99 .02 .76** 
4. Significant others 5.39 1.26 .17 -.07 -.16 
5. Friend 5.26 .93 .07 .04 .00 .60** 
6. Family 4.97 1.41 .07 -.11 -.19 .47** .45** 
7. Supervisor 4.55 1.40 .17 -.19 -.28** .07 .07 
8. Self-efficacy 2.61 .60 .29** -.06 -.18 .03 .04 
9. Stress 1.85 .42 .09 .34** .40** -.14 -.06 
Reliability .81 .70 .75 .86 .80 
Variables 6 7 8 9 
7. Supervisor -.05 
8. Self-efficacy .07 .12 
9. Stress -.18 -.05 -.28** 
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Table 6. 
Regression analyses of Stress on Job Insecurity. Immediacv. Social Support, and Self-efficacy 
Predictors Beta Standard t-value p 
error 
Social Support 
Significant others -.05 .04 -.38 .71 
Friend -.00 .05 -.02 .98 
Family -.08 .03 -.70 .49 
Supervisor .07 .03 .69 .49 
Job insecurity .38 .05 3.00 -01** 
Self-efficacy -.22 .06 -2.45 .02* 
Note: N = 102 
* p<0.05 (2-tailed) 
** p<0.01 (2-tailed) 
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Table 2. 
Regression Analyses of Personal Striving on Job Insecurity, Immediacy, Social Support, Self-
efficacv 
Predictors Beta Standard t-value p 
error 
Social Support 
Significant others .19 .05 1.50 .14 
Friend -.08 .07 -.66 .52 
Family .04 .04 .30 .11 
Swervisor .19 .04 1.83 07& 
Job insecurity .25 .08 1.68 09& 
Self-efficacy .31 .08 3.16 .00** 
Note-. N = 102 
^ 
marginally significant at .05 significance level 
**p<0.01 (2-tailed) 
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Table 2. 
Moderating Effects of Social Support and Self-efficacy 
B a 
Criterion (slope) + (constant) 
5 S ^ 3S“™""IM&SUP + � 5 3 
Stress -.22 JI &FAM + 1.55 
Striving .20 IM&FAM + 2.62 
Striving .24 JI &FRI + 2.65 
Striving .22 JI &SIG + 2.34 
Note: IM = immediacy ofthreat; J I= job insecurity; SUP = supervisory support; FAM = 
familial support; FRI = support from friends and SIG = support from significant others 
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Appendix 1 
Study 1 Questionnaires 
第一部份解決衝突問題 
請 設 想 ’ 在 工 作 環 境 中 ， 你 發 現 自 己 與 日 常 接 觸 的 上 司 發 生 衝 突 ’ 你 通 常 會 做 
出 甚 麼 反 應 ？ 以 下 是 一 些 陳 述 ， 表 示 人 的 偏 好 ， 反 應 及 行 爲 ’ 可 能 適 合 你 ， 也 
可 能 不 適 合 你 ° 請 閱 讀 各 陳 述 ’ 考 慮 一 下 你 是 否 贊 同 ， 並 塡 寫 一 個 數 字 以 表 示 
各 陳 述 符 合 你 的 程 度 。 
極不同意 不太同意 持 中 立 態 度 頗同意 極爲同意 
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第二部份維持和諧 
請回答下列問題，考慮一下你是否贊同，並塡寫一個數字以示各題符合你的程度° 
極不同意 不太同意 持 中 立 態 度 頗同意 極爲同意 






_ _ 6.和氣生財是至理名言。 
_ _ 7.如果別人能給自己好處，就要對他們忍讓，以免自己利益受損° 
一 8.爲了保持和諧，可能要放棄辦事的公平原則o 
—9.爲了保持和諧，可能會對有理的一方不公平° 
_ _ 10.與別人和諧相處是人生的一個重要目標。 
_ _ 11.別人比自己有權勢時，就要對他們忍讓° 
—12.與人和諧相處，可避免他們日後找你麻煩。 
13.與人爭辯費時失事，寧願忍讓，以求更有效率地解決問題° 
_ _ 14.爲求和諧往往會使錯誤得不到改正，造成一錯再錯。 





















1.你覺得自己有失業的危機° 1 2 3 4 5 
2.爲何覺得自己有失業的危機:(可選多過一個） 
a.公司有傳言裁員 b.公司削減開支 c.自己的工作性質有變 
d.公司不再信任自己 e.公司迫令自己放假 f.有同事無故被解僱 
g.其他: 
3.你公司已經減薪° 是 否 — — 
4.你公司有減薪的危機 極不同意不太同意持中立態度頗同意極爲同意 
1 2 3 4 5 
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1 2 3 4 
1.覺得健康很好？ • • • • 
2.覺得一般事情自已應付得很好？ • • • • 
一點也和平時比平時比平時 
不 一樣 多一些多很多 
1 2 3 4 
3.覺得需要進食補品或服補藥？ • • • • 
4.覺得相當疲倦？ • • • • 
5.覺得身體不適？ • • • • 
6.覺得頭痛？ • • • • 
7.覺得頭部有壓迫感？ • • • • 
8.覺得發熱或發冷？ • • • • 
9.爲擔憂而失眠？ • • • • 
10.很難熟睡？ • • • • 
11.覺得總是有精神的壓力？ • • • • 
12.覺得自己很易發怒？ • • • • 
13.會無緣無故地害怕或驚慌？ • • • • 
14.覺得每件事情都難以應付？ • • • • 
15.常常精神緊張？ • • • • 
16.覺得無法克服困難？ • • • • 
17.覺得自己沒用？ • • • • 
18.覺得生活亳無希望？ • • • • 
19.覺得不値得繼續生活下去？ • • • • 
20.覺得有時精神太差而不能做任何事？ • • • • 
21.希望及早死去’提早解脫？ • • • • 
比平時和平時比平時比平時 
好一些一樣 差一些少很多 
1 2 3 4 
22.忙著工作而不會感到閒著無聊？ • • • • 
23.覺得處事可以拿定主意？ • • • • 
24.覺得日常生活有趣味？ • • • • 
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絕不會我想不會曾經想過認真想過 
1 2 3 4 
25.想到結束自己生命的可能？ • • • • 
26.覺得自殺的念頭常出現在腦裡？ • • • • 
比平時和平時比平時比平時 
快 一 些 一 樣 差 一 些 慢 很 多 
1 2 3 4 
27.工作效率比以前慢些？ • • • • 
比平時和平時比平時比平時 
有用 差不多沒用 更沒用 
1 2 3 4 
28.覺得自己在各方面擔當有用的角色？ • • • • 
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Appendix 2 
Study 2 Questionnaire 
第一部份失業危機及應對方式 
請 設 想 ， 在 工 作 環 境 中 ， 你 發 現 自 己 有 失 業 的 危 機 ， 你 # ； 如 何 處 理 ， 你 會 怎 樣 做 
以 避 免 失 業 ？ 以 下 是 一 些 陳 述 ， 表 示 人 的 偏 好 ， 反 應 及 行 爲 ， 可 能 適 合 你 ， 也 一 
可 能 不 適 合 你 ° 請 閱 讀 各 陳 述 ， 考 慮 一 下 你 是 否 贊 同 ， 並 塡 寫 一 個 數 字 以 表 示 
各 陳 述 符 合 你 的 程 度 。 
極不同意不太同意持中立態度頗同意極爲同意 
1.你覺得自己有失業的危機° 1 2 3 4 5 
絕對不近不太近 無意見 頗 近 非 常 近 
2.失業危機有多近 1 2 3 4 5 
3.爲何覺得自己有失業的危機：(可選多過一個） 
а.公司有傳言裁員 b.公司削減開支 c.自己的工作性質有變 
б.公司不再信任自己 6.公司迫令自己放假 {.有同事無故被解僱 
g.其他: 
4.你公司已經減薪。 是 否 
5.你公司有減薪的危機 極不同意不太同意持中立態度頗同意極爲同意 
1 2 3 4 5 
絕對不近不太近 無 意 見 頗 近 非 常 近 
6.減薪危機有多近 1 2 3 4 5 
一定不會 通常不會 持中立態度通常都會 一定會 
1 2 3 4 5 
—1.比上司及其他同事早上班’遲放工 
_ 8 .在一般會議上主動提出意見 
—9.不介意承擔別人的工作 
_ _ 10.主動向上司及其他同事提供協助 
—11.做事比平日勤快，有效率 














1 2 3 4 5 6 7 
1.當我有需要時，我最重視的人會在我身邊. [ ] [ ] [ ] [ ] [ ] [ ] [ ] 
2.我最重視的人可以分享我的歡樂和悲哀 [ ] [ ] [ ] [ ] [ ] [ ] [ ] 
3 .我的家人會嘗試幫我 [ ] [ ] [ ] [ ] [ ] [ ] [ ] 
4.我可以從家人身上得到我需要的幫助和支持 [ ] [ ] [ ] [ ] [ ] [ ] n 
5.我最重視的人是我感到安慰的主要原因 [ ] [ ] [ ] [ ] [ ] [ ] [ ] 
6.我的上司願意聽取我在工作上的問題 [ ] [ ] [ ] [ ] [ ] [ ] [ ] 
7 .我的朋友樂意幫助我 [ ] [ ] [ ] [ ] [ ] [ ] [ ] 
8.在工作上，我的上司都很支持我 [ ] [ ] [ ] [ ] [ ] [ ] [ ] 
9.當事情出錯時，我可以倚靠我的朋友. [ ] [ ] [ ] [ ] [ ] [ ] [ ] 
10.我的上司樂於給我意見 [ ] [ ] [ ] [ ] [ ] [ ] [ ] 
11.我可以和我的家人談及我的問題 [ ] [ ] [ ] [ ] [ ] [ ] [ ] 
12.有些朋友可以分享我的歡樂和悲哀 [ ] [ ] [ ] [ ] [ ] [ ] [ ] 
13.當我遇到困難時，我的上司會幫助我 [ ] [ ] [ ] [ ] [ ] [ ] [ ] 
14.我的生命中，有位重要的人關心我的感覺 [ ] [ ] [ ] [ ] [ ] [ ] [ ] 
15.我的家人願意幫助我做決定 [ ] [ ] [ ] [ ] [ ] [ ] [ ] 
16.我可以和我的朋友談及我的問題 [ ] [ ] [ ] [ ] [ ] [ ] [ ] 
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第三部份自信心問卷 
請閱讀下面的句子，並在合適的答案瑱上々號，以表示你覺得它們正確的程度 
完 尙 多 完 
全 算 數 全 
不 正 正 正 
正 確 確 確 
確 
1.如果我盡力去做的話，我總是能夠解決問題的. [] [] [] [] 
2 .即使別人反對我，我仍有辦法取得我所要的. [] [] [] [] 
3.對我來說，堅持理想和達成目的是輕而易舉的. [] [] [] [] 
4.我自信能有效地應付任突如其來的事情. [] [] [] [] 
5.以我的才智，我定能應付意料之外的情況. [] [] [] [] 
6.如果我付出必要的努力，我一定能夠解決大多數的難題. [] [] [] [] 
7.我能冷靜地面對困難，因爲我可信賴自己處理問題的能力.[] [] [] [] 
8.面對一個難題時，我通常能找到幾個解決方法. [] [] [] [] 
9.有麻煩的時候，我通常能想到一些應付的方法. [] [】 [] [] 
10.無論什麼事在我身上發生，我都能夠應付自如. [] [] [] [] 
89 
Conflict styles, harmony and stress 





好 一 些 一 樣 差一些差很多 
1 2 3 4 
1.覺得健康很好？ • • • • 
2.覺得一般事清自已應付得很好？ • • • • 
一點也 和平時 比平時比平時 
不 一樣 多一些多很多 
1 2 3 4 
3.覺得需要進食補品或服補藥？ • • • • 
4.覺得相當疲倦？ • • • • 
5.覺得身體不適？ • • • • 
6.覺得頭痛？ • • • • 
7.覺得頭部有壓迫感？ • • • • 
8.覺得發熱或發冷？ • • • • 
9.爲擔憂而失眠？ • • • • 
10.很難熟睡？ • • • • 
11.覺得總是有精神的壓力？ • • • • 
12.覺得自己很易發怒？ • • • • 
13.會無緣無故地害怕或驚慌？ • • • • 
14.覺得每件事情都難以應付？ • • • • 
15.常常精神緊張？ • • • • 
16.覺得無法克服困難？ • • • • 
17.覺得自己沒用？ • • • • 
18.覺得生活亳無希望？ • • • • 
19.覺得不値得繼續生活下去？ • • • • 
20.覺得有時精神太差而不能做任何事？ • • • • 
21.希望及早死去，提早解脫？ • • • • 
比平時 和平時 比平時比平時 
好 一 些 一 樣 差一些少很多 
1 2 3 4 
22.忙著工作而不會感到閒著無聊？ • • • • 
23.覺得處事可以拿定主意？ • • • • 
24.覺得日常生活有趣味？ • • • • 
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絕不會我想不會曾經想過認真想過 
1 2 3 4 
25.想到結束自己生命的可能？ • • • • 
26.覺得自殺的念頭常出現在腦裡？ • • • • 
比平時 和平時比平時比平時 
快 一 些 一 樣 差一些慢很多 
1 2 3 4 
27.工作效率比以前漫些？ • • • • 
比平時 和平時比平時比平時 
有用 差 不 多 沒 用 更 沒 用 
1 2 3 4 
28.覺得自己在各方面擔當有用的角色？ • • • • 
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